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I. AGENCY OVERVIEW    
 

The Board of Nursing (BON), has one of the largest licensee database in the 
State of Texas.  We regulate over 314,000 nurses and 193 schools of nursing.  
This is a unique challenge to investigate alleged violations of the Nurse Practice 
Act with the size of Texas and limited staff. 

 
The Agency is mission driven and has a strict governance code which spells out 
the duties of the Board as appointed by the Governor, the Executive Director and 
the agency staff.  All rules and policies are reviewed within the framework of 
protecting the public.  The agency has streamlined, revised and eliminated 
policies that did not fit this mission.  The agency has the appropriations approval 
to hire 96.7 positions. The agency has 40 FTEs in the Enforcement Division, 32.7 
FTES in the Operations Division, 13 in the Nursing Division and 11 Administrative 
Employees including the Executive Director.  All staff are located in the Austin, 
Texas office.  The board has 13 members from throughout the State of Texas. 

 
With advancing technology, the scope of practice of nursing continually changes. 
 The Advanced Practice Nurses in many areas have limited prescriptive authority 
and practice in independent settings.  This makes for a unique regulatory 
perspective since many APRNs collaborate with physicians but practice without 
physicians present in many rural settings. 

 
A. Agency Mission 

 
The mission of the Texas Board of Nursing is to protect and promote the welfare 
of the people of Texas by ensuring that each person holding a license as a nurse 
in the State of Texas is competent to practice safely.  The Board fulfills its 
mission through the regulation of the practice of nursing and the approval of 

schools of nursing.  This mission, derived from Chapters 301, 303 and 304 of 

the Occupations Code, supercedes the interest of any individual, the nursing 
profession, or any special interest group. 

 
 
 
 
 
 
 
 
 
B. Agency Strategic Goals and Objectives 



 
 

Goal A 
 
Licensing & Accreditation: To manage cost-effective, quality programs of 
accreditation, examination, licensure and regulation that ensure 
standards for nursing education and practice, and which effectively serve 
the market demand for qualified nurses. 

 
Objective A.1 

 
Licensing & Examination: To ensure timely and cost-effective application 
processing and licensure/credentialing systems for 100 percent of all 
qualified applicants for each fiscal year. 

 
Objective A.2 

 
Accreditation: to ensure that 100 percent of nursing programs are in 

compliance with the Board of Nurse Examiners= rules.  
 

Goal B 
 
Enforcement: To ensure swift, fair and effective enforcement of the 
Nursing Practice Act (NPA) so that consumers are protected from 
unsafe, incompetent and unethical nursing practice by nurses. 

 

Objective B.1 

 
Protect Public: To guarantee that 100 percent of written complaints 
received annually regarding nursing practice or non-compliance with the 

Board of Nurse Examiners= rules are investigated and resolved in 

accordance with the Nursing Practice Act (NPA) and Administrative 
Procedures Act (APTRA) or are appropriately referred to other regulatory 
agencies. 

 
C. Business Functions 

 

The Board of Nursing licenses Licensed Vocational Nurses, Registered Nurses, 
and Advanced Practice Nurses, approves new schools of nursing, approves 
eligible students to take the national nursing exams, investigates alleged 

violations of the Nurse Practice Act and the Board=s Rules and Regulations, and 

maintains registries of Certified Registered Nurse Anesthetists practicing in 

outpatient settings, RN=s performing radiological procedures, and RN First 

Assistants.  

 

D. Anticipated Changes to the Mission, Strategies and Goals over the   
             next  Five Years 

 

The BON anticipates a possible change in our mission to include regulating 
Certified Nurse Aides and other unlicensed assistive personnel. We have 

implemented strategies to go Apaperless@ by using available technology and 

plan to discontinue requiring paper affidavits of graduation.  We plan on 
implementing additional strategies in the future.  We anticipate the continuing 
education process to evolve into a continued competency model to include 
portfolios and practice targeted requirements. 
 

 
 
 

 



 

E. Additional Considerations 

 
Key Economic and Environmental Factors 

We are exper iencing a st eady 3% grow t h o f  RNs and LVNs current ly 

licensed.  The num ber o f  new  Texas licensees f rom  exam inat ion and 

endorsem ent  has added t o  t h is increase due t o  t he dram at ic grow t h 

fund for  st udent s and t he num ber o f  in t ernat ionally educat ed nurses.  

For  t he past  t w o f iscal years, t he BON has exhaust ed all appropr iat ed 

funds grant ed by t he leg islat ure.  The BON has used appropr iat ed 

receip t s in  t he Licensing st rat egy t o  allow  us t o  fund all agency 

program s adequat ely. 

 

The m ost  im port ant  hum an resource issues for  t he Texas Board o f  

Nursing is t o  h ire addit ional st af f  in  t he Operat ions Depart m ent  t o  

carry out  t he increased num ber o f  app licat ions by exam inat ion, t he 

increased par t icipat ion in  t he new / accept ed st udent  cr im inal 

background check process and increase t he salary o f  t he Execut ive 

Direct or . 

    

Challenges to Providing Competitive Salaries 

As w it h  all h igh per form ing organizat ions, t he BON regards t he agency 

st af f  as our  m ost  valuab le resource and st r ive t o  recru it  and ret ain  t he 

best  em ployees in  t he St at e o f  Texas.  The BON has decreased 

t urnover by consist ent ly allow ing for  pay for  per form ance via t he m er it  

raise syst em  and im plem ent ing t he com pensat ion ph ilosophy of  

reach ing t he average m id -range in  t he st at e classif icat ion pay groups. 

Wit h  t he cont inued grow t h in  t he cent ral Texas econom y, w e are 

exper iencing increase com pet it ion for  nursing st af f .  As show n in  our  

Survey o f  Organizat ional Excellence, our  alt ernat ive w ork schedule and 

educat ional leave po licies cont inue t o  receive h igh rat ings f rom  st af f . 

As w it h  t he ent ire st at e, em ployee pay rem ains our  low est  sat isfact ion 

cat egory. We cont inue t o  look for  ext r insic rew ards for  st af f  as agency 

salar ies cont inue t o  slip  beh ind our  count erpar t s in  t he pr ivat e sec t or .  

In  f iscal year  2010, t he BON w ill have deplet ed any cush ion o f  

appropr iat ed funds t o  aw ard m er it  raises.  The inab ilit y t o  aw ard 

per form ance based m er it s w ill decrease our  agency ab ilit y t o  at t ract  

and ret ain  t op t alent  needed t o  fu lf ill our  m ission. 

 

The agency cont inues t o  receive num erous phone, w r it t en and e -m ail 

inqu ir ies on t heir  im pact  t o  nursing as w ell as t he day-t o-day inqu ir ies 

on licensing, educat ion and enforcem ent  issues.  Agency st at ist ics 

show  t he fo llow ing num ber o f  phone calls accessin g our  aut om at ed 

syst em : 

 

Fiscal Year 2003 - 160,027 Calls 

Fiscal Year 2004 - 232,947 Calls 



Fiscal Year 2005 - 235,386 Calls 

Fiscal Year 2006 - 212,641 Calls 

Fiscal Year 2007 - 219,438 Calls 

Fiscal Year 2008 - 267,401 Calls 

Fiscal Year 2009 - 318,418 Calls 

 

 

 

The phone call num bers above do not  include t he num ber o f  d irect  

calls t hat  go d irect ly t o  a st af f  m em ber nor  does it  include t he num ber 

o f  e-m ails t hat  are increasing m ont h ly.  The BON has a cust om er 

service depart m ent  and dedicat ed six st af f  m em bers t o  t he t ask o f  

answ er ing calls.   We have decreased t he cust om er w ait ing t im e by 

h ir ing and t rain ing h igher level adm in ist rat ive personnel and paying up 

t o  10% beyond beginn ing salar ies.  Th is com pensat ion ad just m ent  has 

decreased t he t urnover  in  t hat  area and has allow ed us t o  add m ore 

essent ial funct ions t o  t he cust om er service area and decrease t he 

pressure o f  o t her  licensing st af f  t o  concent rat e on processing 

applicat ions and not  have t o  answ er t he phone.  We have used t h is 

com pensat ion ph ilosophy w it h  our  nursing st af f  in  bot h  t he 

enforcem ent  and nursing depart m ent s w it h  success o f  decreasing 

t urnover and creat ing m ore st ab ilit y.  To im plem ent  t h is 

com pensat ion ph ilosophy, t he BON has deplet ed any reserves t hat  

exist ed in  t he past  f iscal years and can no longer borrow  funds f rom  

ot her  st rat eg ies. 

 

II. CURRENT WORKFORCE PROFILE (SUPPLY ANALYSIS) 

 

A. Agency Dem ographics 

 

Gender  Fem ale      72.5%    

Male         27.5% 

 

Race       Af r ican-Am er ican      12.1% 

        Hispanic       31.9% 

                    Ot her            2.1% 

                    Caucasion               53.9% 

 

Percent age of  Workforce Elig ib le t o  Ret ire in  t he Next  Five Years:     

21% 

 
 
Job Categories 

 
State Civilian Workforce 

 

 2008 Data 

 

African American 

BON %       

 

Hispanic American 

BON %      State % 

 
Females 

BON %       State 



State % % 
 

Off icials, 

Administrat ion 

 
 

25% 

 
 

15.30% 

 
 

0% 

 

 

11% 

 
 

50% 

 

 

31% 
 

Professionals  

 
0% 

 
18.51% 

 
0% 

 

10% 

 
64.2% 

 

47% 
 

Technical 

 
0% 

 
28.27% 

 
0% 

 

18% 

 
33.3% 

 

39% 
 

Protective 

Services 

 
 

3.5% 

 
 

18% 

 
 

35.7% 

 

 

21% 

 
 

67.8% 

 

 

21% 
 

Para-Professio

nal 

 
25% 

 
18% 

 
50% 

 

31% 

 
75% 

 

56% 

 

Administrat ive 

Support  

 
 

2.1% 

 
 

12.35% 

 
 

44.7% 

 

 

27% 

 
 

84.2% 

 

 

80% 

 

 
 

B. Em ployee Turnover  
 

Agency t urnover w as had been dropping over  t he past  t hree years w it h  our  

inab ilit y t o  pay com pet it ive salar ies t o  nursing st af f .  Due t o  resignat ions and 

ret irem ent s, w e have lost  valuab le inst it u t ional know ledge.  We are 

com pensat ing for  t h is by creat ing m ore det ailed po licies and procedures and 

a succession p lan. 

 

Agency Turnover Percent ages: 2003-2007 
 

 Fiscal Year 2003 - 18.0% 

Fiscal Year 2004 - 22.5% 

Fiscal Year 2005 - 10.6% 

Fiscal Year 2006 - 11.0% 

Fiscal Year 2007 - 19.6% 

Fiscal Year 2008 - 14.2% 

Fiscal Year 2009 - 12.7% 
 

C. Workforce Skills Cr it ical t o  t he Mission and Goals o f  t he Agency  

 

Nurses - The agency requires a m in im um  of  Associat e degree 

prepared nurses for  Enforcem ent  and Mast ers degree prepared 

nurses for  consult ing.  Bot h w ill need cr i t ical t h inking skills t o  

app ly t heir  expert ise in  areas out side t heir  par t icu lar  t rain ing 

and educat ion.  All nurses need t o  be prof icient  in  use of  

com put er  sof t w are program s since t hey w ill be processing t heir  



cases f rom  receiving t he com plain t  t o  f iling  form al charges, 

draf t ing orders, and w r it ing report s on school survey visit s. 

 

All st af f  w ill have t o  be m in im ally pro f icient  in  var ious 

t echnolog ies as t he BON w ill be m oving t o  paper less funct ions 

w it h in  t he next  f ive years.  Th is m eans t he ab ilit y t o  m anipu lat e 

program s for  w ord processing, docum ent ing, im aging, 

w eb-based services, and records ret ent ion. 

 

All st af f  w ill need t o  advance t heir  com m unicat ion skills since 

our  focus is and w ill cont inue t o  be provid ing excellent  

cust om er service t o  t he public.  Each st af f  m em ber is requ ired 

in  som e w ay t o  in t eract  w it h  in t ernal and ext ernal cust om ers 

w hich necessit at es t he ab ilit y t o  appreciat e d iversit y and how  it  

ef fect s business processes.  

 

D. Pro ject ed Em ployee At t r it ion Rat e over  t he Next  Five Years  

 

Fiscal Year 2010 - 20% 

Fiscal Year 2011 - 20% 

Fiscal Year 2012 - 20% 

Fiscal Year 2013 - 22% 

Fiscal Year 2014 - 25% 

 

 

 

The agency ant icipat es ongoing t urnover in  t he Nurse 

Invest igat or  and Nurse Consult ant  posit ions at  least  unt il f iscal 

year  2014 due t o  t he acut e com pet it ion for  nursing  facu lt y and 

st af f  at  schools and hospit als.  If  w e cont inue t h is at t r it ion rat e, 

t he Board w ill be challenged t o  st ret ch it s hum an resources,  in  

t he area of  ongoing t rain ing.  Th is t rain ing w ill be in -house and 

possib ly on line w it h in  t he next  f ive years.   If  w e are unable t o  

secure addit ional operat ing funds, t hen w e w ill have t o  look for  

new  w ays t o  apply t he m er it  raise syst em  w hich is our  m ost  

ef fect ive t oo l in  t he recru it m ent  and ret ent ion o f  st af f .  The 

BON w ill beg in  t o  feel t he ef fect  o f  “baby boo m ers”  beg inn ing t o  

ret ire in  f iscal year  2012.   Beginn ing in  f iscal year  2012, w e w ill 

have 17 st af f  m em ber elig ib le for  ret irem ent . 

 

 

III. FUTURE WORKFORCE PROFILE (DEMAND ANALYSIS) 

 



A. Expect ed Workforce Changes Dr iven by Fact ors such as 

changing Mission, Technology, Work, Workloads and/ or  

Work Processes      

 

As t he agency m oves t ow ards a paper less environm ent , 

w e ant icipat e addit ional and ongoing t rain ing in  t he area 

of  com put er  sof t w are and im aging processes. 

 

B. Fut ure Workforce Skills Needed   

 

To facilit at e t he ongoing business processes, t he agency 

m ust  be ab le t o  becom e bet t er  know ledge agent s.  Th is 

w ill requ ire st af f  t o  be ab le t o  use cr it ical t h inking skills, 

becom e change agent s, ant icipat e t he fu t ure, use 

t echnology w isely and m anage t im e. 

 

We do expect  add it ional FTEs in  t he next  b ienn ium  t o  help  

w it h  t he st udent  FBI background checks and  t o  handle 

t he addit ional t echnology requirem ent s, enforcem ent  

dut ies and responding d irect ly t o  t he public. 

 

We m ust  be ab le t o  enforce t he NPA by conduct ing t im ely 

invest igat ions o f  alleged vio lat ions o f  t he law  and ru les 

since t h is d irect ly ef fect s t he prot ect ion of the public.  We 

must also be able  to  collect  fees,  process license applications 
and license nurses as quickly as possible for the public to have 
adequate access to healthcare. 
 
 
 
 

 

 

IV. GAP ANALYSIS   
 
We do not anticipate a shortage of the pool of administrative staff over the next five 
years due to the available workforce in the Central Texas area.  However, we do 
anticipate a shortage of RNs to fill our Enforcement and Nursing Consultant duties due 
to the public and private demand for the limited number of RNs in the workforce.  
 
We currently have 14 positions requiring registered nurses.  We anticipate the need for 
three additional RNs by the end of the next five year cycle.  Two will be needed in the 
Enforcement Department to investigate alleged violations of the law and rules and one 



will be used in a consultant capacity to interpret complex practice issues and serve as 
an expert witness on cases. 

 
We see no surplus of skills in the agency but identify the need for additional  
supervision skills to manage front line staff.   Due to succession planning, we will need 
to develop this management team to move up with little or no training and orientation.  
We have identified the mid-level manager and have formed a Supervisor Group to 
facilitate identification of issues and training.  We anticipate skill development and 
cooperation will offset a potential lengthy transition from a front line manager position to 
an executive management position.  We also see a deficit in change management, 
process re-engineering and problem solving skills.  This will require ongoing internal 
training to match the agency culture and expectations.  Although agency computer 
skills are not at the level we need, we have identified this as key to our current and 
future success and have dedicated one Information Technology FTE to provide training 
as needed. 
 
The BON believes our staff have the fundamental skills to complete tasks but need 
additional training to enhance their skills to perform more efficiently and effectively.  
Since we are moving to more technology based business processes, we will no longer 
need microfilming skills. 

 

V. STRATEGY DEVELOPMENT 

 

 
In order for the agency to recruit and retain some of the most critical skills such as  
nursing knowledge, the agency will have to leave unfilled positions open longer to have 
the funds to hire and retain nurses at the mid-range of the pay scale.  To bring the 
nurse Investigators along faster in the enforcement area, we will pair them with mentors 
within the agency and use the Council on Licensure, Enforcement and Regulation 
(CLEAR) organization to provide investigator training.  We will identify leaders within 
the organization and provide internal and external training opportunities to enhance 
those skills and help the agency in succession planning. 
 

 

  

 



 
Goal 1 

 
Recruit and Retain a competent workforce. 

 
Rationale: 

 
To establish a consistent, productive business atmosphere, 

the BON needs a well-trained and stable workforce to protect 

the public.  This includes the ongoing internal training of 

current staff to fill open positions and possibly consolidate 

some work processes to enhance staff compensation with 

current or available funds. 
 
 Action 

Steps: 

  

 

 

 

  

 
$  Request additional operating funds in the next legislative   

   session to enhance employee compensation especially in 

the recruitment and retention of nurses. 

$  Develop and revise agency policy and procedures to be     

   consistent and detailed. 

$  Develop mandatory training components for recognized    

    agency sub-par skill sets. 

$  Establish a mentorship program with current staff and      

   those from other small state agencies to demonstrate best  

   practices in needed skill sets. 

$  Complete a succession plan which incorporates time lines  

    and minimal skill sets. 

$  Conduct a risk assessment to the agency due to potential   

   knowledge loss of key staff. 

$  Ask agency Internal Auditor to conduct or oversee agency  

   audit of skill sets. 

$  Establish and implement a Acareer ladder@ path for all 

staff. 
 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
Goal 2 

 
Establish an agency culture of change enhancements to 

business processes. 
 
Rationale: 

 
Our resources will always be limited.  At best, we might get 

the same funding but will be required to do more.  This 

necessitates doing business more efficiently and effectively.  

To do this, staff will need to accept change as a way of life and 

not be afraid to try new ideas.  It doesn=t always have to be 

done the way it=s always been done. 
 
Action Steps: 

 
$  Develop an ongoing mandatory training module on change 

     enhancements. 

$ Add the skill of change enhancements and change           

   management to the minimal core of essential job functions. 

$  Reorganize agency structure around processes. 

$  Develop a pay system that rewards constructive change    

    management. 

 

 



 

In order to address agency workforce competency gaps, the BON establishes the 
following goals: 
 
 
Goal 1 

 
Recruit and Retain a competent workforce. 

 
Rationale: 

 
To establish a consistent, productive business atmosphere, 

the BON needs a well-trained and stable workforce to protect 

the public.  This includes the ongoing internal training of 

current staff to fill open positions and possibly consolidate 

some work processes to enhance staff compensation with 

current or available funds. 
 
 Action 

Steps: 

 
·  Request additional operating funds in the next legislative    

        session to enhance employee compensation 

especially in the     recruitment and retention of nurses. 

·  Develop and revise agency policy and procedures to be      

        consistent and detailed. 

·  Develop mandatory training components for recognized     

         agency sub-par skill sets. 

·  Establish a mentorship program with current staff and those 

     from other small state agencies to demonstrate best      

              practices in needed skill sets. 

·  Complete a succession plan which incorporates time lines   

      and minimal skill sets. 

·  Conduct a risk assessment to the agency due to potential    

       knowledge loss of key staff. 

·  Ask agency Internal Auditor to conduct or oversee agency   

       audit of skill sets. 

·  Establish and implement a “career ladder” path for all staff. 

 
 
Goal 2 

 
Establish an agency culture of change enhancements to 

business processes. 
 
Rationale: 

 
Our resources will always be limited.  At best, we might get 

the same funding but will be required to do more.  This 

necessitates doing business more efficiently and effectively.  

To do this, staff will need to accept change as a way of life and 

not be afraid to try new ideas.  It doesn’t always have to be 

done the way it’s always been done. 
 
Action Steps: 

 
·  Develop an ongoing mandatory training module on change  

       enhancements. 

·  Add the skill of change enhancements and change           



            management to the minimal core of essential job 

functions. 

·  Reorganize agency structure around processes. 

·  Develop a pay system that rewards constructive change     

         management. 

 

 

 

  

 

 

 

  


